INTRODUCTION
The last two decades are the time of political and economic changes in many Eastern European countries including Serbia. After wars, economic sanctions, one of the highest hyperinflations in the world (Hanke and Krus, 2012:12) , NATO aggression, economics, politics and social changes, privatization, Serbia has a transitional economy mostly dominated by services, manufacturing and agriculture. The economy is heavily reliant on exports and foreign investment. According to Blyton (2001) common political projects such as achieving trade liberalization and privatization of state-owned enterprises have provided a key element in the platform of economic globalization. In addition, common political programs, power and mobility of transnational capital and their impact on the national economic systems are comprehensive evidence that social systems fundamentally converge in terms of the functioning of the regulatory system and the functioning of organizations. The author states that despite of the above mentioned processes of convergence national differences are moderating factors which influence the way societies and organizations work.
Organizational culture is determined by organization's dominating values (Deal and Kennedy, 1982; Lauzen and Dozier, 1994) accepted by majority of employees (Wallack, 1983) , as well as common norms and beliefs of organization's members (Kroeber et al., 1952; Schein, 1985 Schein, , 1990 Kotter, 1992 Kotter, , 1996 Conner, 1992; Cummings and Worley, 2005) . It is in a certain sense a philosophy that determines organizational policy towards internal and external surroundings (Pascale and Athos, 1981) . Smith (1992) investigates the degree to which organizational behaviour is found to vary between national cultures. He concludes that there is an increasing need to prepare managers for multicultural experience. National culture can be an important variable that influences the development of cognitive style and decision making process of managers (Dimitratos et al., 2011) . According to Brooks (2006:271-295) , national culture can affect the relationship between managers of different nationalities and cultures when they need to work together. Pasa, Kabasakal and Bodur (2001) state that some other differences between developed countries and developing countries are also an important factor for the development of some specific ways of management. According to the authors, the developing countries are located in East and West Africa, Central and Latin America, the Middle East and in some parts of Eastern Europe and they have many characteristics that vary in intensity, such as underdeveloped infrastructure, abundance of unskilled labor, low technological development, political instability, rigid social structure, gender differences, and strong influence of tradition. Berry and Ward (2006) suggested that the encounter of individuals from different cultures often results in stress that can grow to a conflict. Ward, Bochner and Furnham (2001) , in their book which is dedicated to the importance of culture shock, suggested that the understanding of how management practices and national culture are connected was at the very beginning, although there were studies which deal with that relationship. But the authors considered these results as unreliable and limited because they rely mostly on Hofstede (1980 Hofstede ( , 2001 ) studies which they considered as obsolete. Feichtinger and Fink (1998) found that the process of cultural change and its characteristics in the transition countries that have communist legacy produce a "culture shock" as a result of confrontations to foreign cultures, and that a collective culture shock affects the management and business relationships and creating problems. In transition countries, culture shock is the product of complex economic, social and political forces and Fink and Holden (2002) consider this phenomenon as an important conceptual tool for managers who are responsible for international strategy in transition countries. According to Brooks (2006:285) , culture shift is also important and represents degree to which culture can change and speed up changes. Numerous factors can affect culture shift, such as economic conditions, increase of foreign investments, sudden social, politics and religious changes. Dickson (2003) believes that Javidan and House (2001) presented convincing arguments for the work on the GLOBE project since global managers have to be sensitive to cultural differences among employees. In addition, the GLOBE project provides relevant information for the creation of cross cultural communication, and the lessons of the project can serve as a starting point for the development of interpersonal and cultural needs of global managers. For researchers to understand culture they need to assess the broader cultural paradigm of a society within which the organization operates since this influences the manner in which the organization operates Gerhart, 2008) . Denison (1996) notes that a fundamental dilemma which is often faced in the literature on organizational culture is that theories tend to posit that individuals influence an organizational culture, and that they are also influenced by the organizational culture. While micro-level theories might equate organizational culture with an employee's perceptions of an organization, in order for those perceptions to be truly "organizational," they must be based on a common environmental stimulus present in the organization. Organizational cultures partly develop in response to stimuli that are experienced in common by organizational members.
ORGANIZATIONAL CULTURE AND JOB SATISFACTION

Organizational culture
Organizational culture is determined by organization's dominating values (Deal and Kennedy, 1982; Lauzen and Dozier, 1994) accepted by majority of employees (Wallack, 1983) , as well as common norms and beliefs of organization's members (Kroeber et al., 1952; Schein, 1985 Schein, , 1990 Kotter, 1992; Kotter & Heskett, 1996; Conner, 1992; Cummings and Worley, 2005) . It is in a certain sense a philosophy that determines organizational policy towards internal and external surroundings (Pascale and Athos, 1981) .
Organizational culture exists on cognitive and emotional level and represents set of basic assumptions, values, attitudes and norms of behavior shared within an organization and manifested through their members' perceptions, thoughts, feelings and behavior, as well as artifacts of both a material and nonmaterial nature (Deal and Kennedy, 1982; Lauzen and Dozier, 1994; Wallack, 1983; Schein, 1985; Kotter and Heskett 1992; Conner, 1992; House et al. 1997 ).
According to Hofstede (1991) , culture is software of the mind, which distinguishes the members of one group or category of people from another. Culture is a collective oriented phenomenon and JOURNAL OF ENGINEERING MANAGEMENT AND COMPETITIVENESS (JEMC) 5 refers to shared meanings and cultural norms and cultural variables which have a strong influence on the social and organizational activities as members of the collective posses shared values and social identity (House, Wright and Aditya, 1997) . Due to globalization and increased dependence among nations the growing interest in understanding national cultures (House, Javidan and Dorfman, 2001 ) enhance cross -cultural management investigations.
Organizational culture influences all aspects of business and life in a company. It is linked to numerous organizational results (House at al., 2004) , and one of them is job satisfaction. Connecting individual aims of employees to aims of the organization and reliance on responsibility of employees are the factors of organizational culture successfulness (Morgan, 1977) . Organizational culture is also one of significant factors of job satisfaction (Moynihan and Pandey, 2007) .
Job satisfaction
Although job satisfaction is more an attitude than behaviour many managers expect results because satisfied workers will come to work more regularly and stay in the company longer. (Robins and Coulter, 2005) . It can be concluded that job satisfaction in certain extent represents an indicator of employees' perception about organizational culture of their company (Sempane, Rieger and Roodt, 2002) . Spector (1997) says that job satisfaction is no doubt most researched variable in Industrial and Organizational Psychology. Job satisfaction is related to general attitude of individuals to their job. Affective dimension of job satisfaction is defined as satisfying or positive emotional state which results from estimation of a job or work experience (Locke, 1976 (Locke, :1302 (Locke, -1304 . Emloyees' job satisfaction influences their mental health, longevity, emotional life as a whole (Locke, 1976 (Locke, : 1311 Sempane, Rieger and Roodt, 2002) . Job dissatisfaction can significantly influence behaviour of employees which results in absence from work, complaints and termination of employment.
A great number of researchers examine the relationship of job satisfaction and organizational culture (Judge et al., 2001; Sempane, Rieger and Roodt, 2002; Moynihan and Pandey, 2007; Spector, 1997; Meyer et al., 2002; Lund, 2003; Silverthorne, 2004; Fargher et al., 2008; Amos and Weathington, 2008; Bellou, 2010) . When it comes to companies in Serbia, reasearch (Vukonjanski et al., 2012) has shown, that organizational culture has significant effect on job satisfaction of emnployees.
On the grounds of the mentioned above the following hypothesis is derived:
National origin of companies has moderating effect on relationship of dimensions of organizational culture and job satisfaction in Serbian companies.
RESEARCH METHODOLOGY
Respondents and data collecting
The research lasted for 5 months and it was carried out from 1st January to 1st June, 2011. During this period collecting of questionnaires was carried out through interviewing respondents. Responses were got from 256 middle managers from 131 companies and the sample was chosen to provide both, domestic and foreign companies (183 employees in domestic and 73 in foreign companies). The research was carried out in companies in Serbia, no matter the branch of industry, but in companies with more than 50 employees. Namely, in the companies with a small number of employees there are only a few managers on the same level and the owner is not a supervisor to managers in a classical sense, in other words, owners do not have previous experience in management and are not fully involved in management process. All respondents in the sample have Bachelor or Master degree and according to sex, 136 are male and 120 female. Out of the total number of respondents, 134 are employed in public and 122 in foreign companies in Serbia.
Research instruments
In the research was used the instrument of Globe project, precisely the first part of Alfa questionnaire which includes the questions related to organizational culture, the state ''as it is'' and it is consisted of 34 questions. Respondents marked the values on the scale from 1 to 7 and the filled-in questionnaires were processed according to Globe Syntax. The instrument measures 9 organizational and national dimensions and the dimensions are: avoiding uncertainty, orientation to the future, power distance, institutional collectivism, orientation to people, orientation to performances, collectivism within the group, gender equality, assertiveness (House et al. 1999 (House et al. , 2002 (House et al. , 2004 .
Questionnaire for measuring job satisfaction was applied for measuring job satisfaction. The questionnaire JS is consisted of 36 items which are valued from 1 to 6 and 9 scales which estimate attitudes of employees about the job and its aspects: salary, promotion, supervision, benefits, rewards, operation procedures, co-workers, the nature of job, communication (Spector, 1985) . Significance of each of these scales is different in some extent and the result is in different importance in cases of evaluation of total job satisfaction (Spector, 1997) .
Data analysis
Data has been processed in accordance to applied instruments for measuring dimensions of organizational culture and job satisfaction. Internal consistency of scales was confirmed. Descriptive statistics and correlation analysis of the relationship of organizational culture and job satisfaction were used and then the relationship of organizational culture and job satisfaction was observed with moderator ''ownership structure of the company''. In order to determine the connection between dimensions of Globe organizational culture, job satisfaction and ownership structure in Serbian companies we used hierarchical and regression analysis (Milin and Hadžić 2011) and Chow test (Chow, 1960) with the aim to examine moderating influence of ownership structure on regression between JS (as dependent variable) and OC (as independent variable), whereas i, j=1, 2, 3, 4, 5, 6, 7, 8, 9 .
RESEARCH RESULTS
In the Table 1 . The results of Descriptive analysis are presented (mean values and standard deviations) for dimensions of the state of organizational culture ''as it is'' and job satisfaction dimension. A short name of dimensions which will be used in future discussion is also given in the Table. The values skewness and kurtosis presented in the Table point at normal distribution of score for all scales. 3, 4, 5, 6, 7, 8, 9 . In domestic companies in Serbia correlation between organizational culture and job satisfaction is more significant. OC1 and JSj are significantly different in domestic and foreign companies. Correlation is statistically significant in domestic companies, and in relation of OC1 i JS6 in foreign companies.
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OC3 has more significant relation in domestic and foreign companies in correlation with JS2, JS3, JS4, JS6, JS7, JS8, JS9. OC8 has more significant relation in domestic companies in correlation with JS3, JS5 and JS9. Chow test results for differences of regression coefficients for regression between OCi and JSj for sub-groups domestic and foreign companies are presented in Table 3 .
The results of hierarchical regression analysis are presented in Table 4 ., and the results of R square and F changes which are statistically significant and support H(OCi, JSj) regressions for sub-groups D (domestic) and F (foreign) companies.
DISCUSSION OF RESULTS
Increase of OC1 is followed by faster increase of negative effect JS1, JS2, JS4, JS5, JS7 and JS8 in sub-group F, but coefficients are not significant and JS6 is not significantly different from zero in sub-group D. Chow test has shown ownership structure of a moderator considering the relation OC8 and JS1 (F=3.068), but coefficients of correlation are not significantly different from zero. Hierarchical regression analysis has confirmed moderating effect for OC8 and JS9. Before privatization process, in socialistic period, although there were egalitarian tendencies, the role of woman was more connected to household. Like in many other countries, organizational culture in Serbian companies of that time was not favourable for women and their progress and, according to some authors, it was ''organizational culture oriented towards men'' (Bajdo and Dickson, 2001; Connelly and Rhoton, 1988; Helgesen, 1990; Klenke, 1996; Maier, 1999; Loden, 1985; Marshall, 1993) . In domestic companies in Serbia, woman's still face the effect of ''glass ceiling'', and also numerous prejudice. For that reason, in sub-group D, increase of OC8 is followed by satisfaction with superiors and communication. On the contrary, in sub-group F, organizational culture with high value of OC8 is expected.
Statistical analysis supported the moderator effect of national origin of companies on the regressions between OC9 and JS1 (F= 3.768), and JS4 (F=2.356) but coefficients of correlation are not significantly different from zero. Hierarchical regression analysis has confirmed moderating effect for OC9 and JS4, JS8 i JS9. Perhaps the increase of OC9 in the D sub-sample employees produces an additional perception of the lack of harmony in relationships, which causes a decrease in the satisfaction with communication.
CONCLUSION
Liberalization of the economy and democratization of politics in the early 2000 in Serbia entailed changes in the organizational culture. Nevertheless, several inherited features from the command economy organizational culture are still common for Serbian organizations (for example, a high power distance organizational culture). The research results have showed that national origin of companies represents moderating relation between some dimensions of GLOBE organizational culture and aspects of job satisfaction and that it is a significant factor which determines job satisfaction of middle managers in the companies in Serbia. Our results may help leaders in domestic and foreign companies in Serbia to introduce changes of organizational culture through maximizing or minimizing certain cultural dimensions in order to increase the level of facets of job satisfaction.
Foreign investors should be introduced with some characteristics of organizational culture dimensions in companies in Serbia. That can be very useful for construction of suitable organizational culture that correspond to values of national culture dimensions in companies in Serbia. Better knowledge of this issue is of great importance for foreign investors.
